Purpose: Attract, select, develop and engage the right talents at the right time, place and position become essential for upgrading the management system in the banking sector. This study identifies the development of talents through talent management and succession planning, which may engage those employees with the banks. Design/Methodology/Approach: In this preliminary study, 180 copies of questionnaires were distributed to the bankers who are currently working with some Islamic Banks in the Northern region of Malaysia; Kedah, Perlis and Pulau Pinang. The simple random sampling techniques applied. The analysis of this study are all descriptive. Findings: This study explores the descriptive analysis on talent management, succession planning and talent engagement, that might be particularly focus on the mean of each variables. The analyses show that, the respondents believed that talent management and succession planning, as well as talent engagement should well-known exist and outstandingly being implemented in Islamic banking industry. Implications/Originality/Value:Islamic banks demand for talents of bankers that are not only well profound with Sharia knowledge but also capable to ascertain the differences between Islamic banking and finance regulation at par with conventional practices. The analyses of the data are expected to give practical contribution to the Islamic banks to have a better talent management mechanism and succession planning program for engaging their talents in the future.
Introduction
The Islamic banking system has exposed a remarkable growth over the last 30 years when it has been existent from a time in year 1970. Throughout 2004, the resources of Islamic banking industry had grasped hundred billions of dollars, including most countries from East to the West of the globe, by highlighting Malaysia, Bahrain, Europe and United States. At present, the Islamic banking practices have spread all over the world. In fact, most of the banks are now actively involved in the Islamic banking system. At the moment, Malaysia is successfully implementing a dual banking system and at the same time has developed as a first nation that has good full-fledged Islamic banking systems. These systems operate based on the parallel basis which aligns with the conventional banking system.In Malaysia, Bank Islam Malaysia Berhad (BIMB) was the first Islamic bank and was operated as the only Islamic bank for the past 10 years before the Malaysian government gives permission to other conventional banks to offer Islamic banking services to the customers. The government decided to allow the conventional banks to use the existing infrastructure and branches to operate in the Islamic banking sector which is known as the 'Islamic windows'. This is to provide cost effective and shortest time frame, as well as to increase the number of institutions that offer the Islamic banking services. Through this action, it leads the Malaysian banking industry to be more competitive which directly improves the performance and efficiency of the banking industry (Alias et al., 1994; Kaleem, 2000) .
According to MohdPisal (2012) , bankers in any banks that are upright prepared with the FiqhMuamalah and Maqasid Sharia knowledge will be able to discover the differences between the Islamic banking terms and regulation implementation. The Islamic banking institution in Malaysia entails approximately around 20,000 workforces by 2020 (MIFC, 2013) . Therefore, talent management practice and succession planning play an important role to create a talent which is good in both areas; Islamic or Sharia knowledge and banking knowledge. Furthermore, there is a need for improvement in the management systems in the banking sector in order to make sure that the talents are engaging well with the bank. Hence, this study will explore the variables of talent management, succession planning and talent engagement based on the perspectives of bankers from the Islamic bank.
Literature Review
Attracting, selecting, developing and retaining talent is very crucial to increase the potential and performance level among the talents. It is also to increase the individual's success level in performing the task using their own abilities (Garavan, Carberry & Rock 2012) and to continuously improve their position. A proper initiative for talent development will lead to a better development in the organization. This means that the knowledge, skills and abilities of the talents can be developed through the behavioral modification activity such as technical training and coaching (Birdi, 2005; Brooks and Nafukho, 2006) . Furthermore, an effective development and assessment plan should be implemented by the organization in order to make sure that the talents are developing well (Glen, 2007) and suitable for all the task given. To develop the talents, the implementation of talent management and succession planning are needed (Rothwell, 2011) .
Talent Management
Talent management is very significant to the organization as it attracts and retains essential talents and at the similar period will lead to talent engagement in the organization (Morton, 2005) . The combination of these issues has become one of the main contributing factors of achievement and vibrant concerns for organizations (Hughes & Rog, 2008) . Many organizations around the world have started to reduce the costs and focused more on their abilities by investing in the long term strategies after the global financial crisis that had happened in the year 2008. In fact, they have started to develop good management skills in order to support the integrated talent management strategy that can boost up the successfulness of a business (Rowland, 2011) .
Succession Planning
Currently, succession planning has convert a major area for the human resource management. The organization can save some money instead of recruiting new employees and they can provide a training session and offer career promotion to the talents (Hill, 2009) . Successful succession planning is a series of activities that fulfill the scope and movement of the leadership (Charan, Drotter, Noel, 2001 ). According to Oxford Advanced Learner's Dictionary (2005), succession planning is defined as a process of training and preparing the talents in the organization so that there will always have a right person to replace the senior manager once they leave. Furthermore, it shows that professional development of the internal talents is the main key in maintaining the smooth transition between the organizations and the talents when the job replacement occurs. As supported by Rollins (2003) , succession planning serves to aid the recruitment and retention process among the talents in the organization and making it clear to fill in the senior positions from within.
Talent Engagement
The engaged talents are those people who gave great commitment and effort in performing their work and mostly they are highly vigorous and dedicated talents while the disengaged talents are those who intentionally disconnected from work commitments and do not have the energy or strength to work hard which prevents them to not being able to commit to the work Towers Perrin 2009) . The engagement among talents has great impacts toward the productivity, profitability, employee retention and customer services (Zigarmi et al. 2009; Xanthopoulou et al. 2009 ). In fact, there are a few reasons why the engaged talents perform better than disengaged talents (Bakker &Demrouti, 2008) . First, engaged talents are usually working with positive emotions. Second, engaged talents are enjoying a better health. Third, engaged talents are creative because they can create their own job and personal resources. Fourth, the engaged talents frequently transfer their engagement to other talents by spreading positive vibe in the working place.
Methodology
The population of this research primarily refers to the Islamic banking sector employees.Constructed on the sample frame by Krejcie and Morgan (1970) from the total population of N=340 of Islamic banks' northern region bankers, a total of 180 respondents were selected to complete the survey. Total respondents that answered and replied upright in this research are 118 peoples. In this research, selfadministered questionnaires were given to selected respondents.The instruments for talent management are adopted from the Dries (2013), succession planning from Rothwell (2010) , and engagement from Schaufeli (2003) .In this research, descriptive analysis has been utilized to measure talent management, succession planning and talent engagement. The result is shown in mean and the highest mean determines that the respondents are most likely aware of the importance of particular variables towards the talent engagement.
Findings and Discussions 4.1 Background of the Respondents
The selected bankers were mostly equal between the female and male who voluntarily participated in this study. Based on the findings, it was found that 57 are males and 61 are females' respondents. Out of the 118 respondents, 24 persons have less than 5 years' experience working with banks while 6 persons works more than 30 years with banks. This study involved mostly 1:1 proportion between both gender who have experience less than 5 years and more than 30 years. Female than has 5-10 years' experience and 20-30 years' experience have greater number than male. But those male that have 10-20 years' experience have greater number than female. This study should be no bias based on the gender and working experience. Among the 117 respondents, only 52 respondents (44.4%) agreed that identifying a key talent is a major challenge in the organization which they are working with. Meanwhile, 35 respondents (29.9%) classified it as neutral and 13 respondents (11.1%) classified it as strongly agree. However, 14 (12.0%) and 3 (2.6%) of the respondents strongly disagree and disagree with the statement that "identify a key talent is a major challenge in their organization".
Reliability Analysis
The result shows that all the independent variables were ranged as very good because the value is more than 0.8. Therefore, it can be concluded that that the questions of independent variables are reliable to be used for this research study. 
Mean Score
Interpretation of mean scores as shown in Table 1 .4 is to determine the level of each variables. The researcher divided mean scores for the talent management, succession planning and employee engagement into four levels, namely low, medium low, medium high and high. The results show that all the mean of the variables are interpreted as medium high. 
Talent Management
Based on the Table 1 .5, most of the respondents have a high concern and a good knowledge of talent management that had been practicing in their bank. The mean for talent management is 3.66 (Std. Dev. = 0.436). They believe that talent management is a very important aspect that will lead to talent engagement among the bankers. Furthermore, they stressed that the talent management is necessary in order to select the best candidates to take over the managerial position when there is an available vacancy. Based on the result, attracting (3.67), selecting (3.65), developing (3.63) and retaining (3.71) plays a vital role to support the talent management.
In attracting talent, the respondents highly claimed that their organization sees talent management as vital to banking success. When selecting talents, all of the respondents agreed that their organization uses objective criteria to select talented candidates, carries out orientation programs to adapt new candidates with the bank's rules and introduces enough promotions for talented employees. While to develop talents, the respondents indicated that the organization need to determine training needs accurately. Moreover, they realized that to retain talents, the organization must care with career development for existing employees. These factors are the mean which at the highest rank (number one that prioritize among the list). The results indicate that the success of a bank relies on talent management based on some important criteria such as training and development program, as well as their career development. 
Succession Planning
Based on Table 1 .6, most of the respondents believe that succession planning plays an important role towards the talent engagement among the bankers. The mean for succession planning is 3.76 (Std. Dev. = 0.462). They believe that the need of succession planning able to strengthen their level of engagement towards the bank. Therefore, proper succession planning programs need to be done in order to achieve a positive outcome on the talent engagement.
Most of the bankers agreed that succession planning can increase the talent pool of the promotable employees. However, the respondents were less highlights about the succession planning than can cope with the effects of the voluntary separation programs, such as early retirement offers and employee buyouts. Even though it is not a main priority among other factors in the survey items, the mean 3.61 with standard deviation of 0.601 still fall down under "agree" to justify those respondents decision. 
Talent Engagement
The Table 1 .7 shows the mean score of the dependent variable in the study. The mean for talent engagement is 3.68 (Std. Dev. = 0.506). This is an indication that most of the respondents have agreed with the talent engagement. Furthermore, they will make a good effort to maintain their level of engagement towards the banks, which they are currently working with. For an example, 55.6% of the respondents agreed with the statement 'I feel strong and vigorous at work', while 39.3% answered it as neutral.
Talent engagement that divided into three categories that are vigor, dedication and absorption explains that the respondents engage with their employers when highlights that they always continue working even when things do not go well, they are enthusiastic about their current job and feel that time flies when they are working. 
Recommendation for Future Research
The results of the study contribute significantly to the Islamic banker's perspective. It was measured from the point of talent management, succession planning and talent engagement. There is a need for improvement in the talent management system in the banking sector. The Islamic banking sector should develop an entry point banking qualification to avoid wasteful expenses. They need to make sure the talents that they want to hire must form the Islamic banking background. This is to ensure that the talents have already owned the knowledge about the Islamic and conventional banking operation. Indirectly, when the talents have the background of Islamic and conventional banking, they will become more committed to performing their job. It is suggested that more empirical study about this three variables talent management, succession plans and engagement being conducted. The results by using the analysis of cross tabulation, t-test, anova, correlation and regression may enrich the deeper understanding about the phenomena and issues regarding this matter. Other researchers may also add another additional variables such as career development or retention or person job fit in identifying the high performing talents in Islamic banking industry for this kind of research. The Islamic banking should take vital action by sending the talents to the international training program to learn more about Islamic banking sector and at the same time, the talents can adapt the market changes and compete well with other Islamic banks around the world
Conclusion
The development of Islamic banking and finance industry in previous occasional existences in Malaysia revealed that numerous accomplishments can be seen mostly on the improvement of regulatory transparency, compassionate nationwide demographic facet and product invention of the system in that sector. Allied to these achievements, the Islamic banking and finance should upsurge more highly talented employees to stand in the industry. Islamic banks demand for talents of bankers that are not only well profound with Sharia knowledge but also capable to ascertain the differences between Islamic banking and finance regulation at par with conventional practices.
This study was conducted from the perspectives of the bankers from the Islamic banks in order to have a better understanding of clarifying the factors of talent management, succession planning and talent engagement.Bankers agree that the organization needs an appropriate talent management program to ensure that the current working talents in the Islamic banks are capable in both areas; Islamic and conventional. Most of the banks in the Northern region had been practicing the talent management activities and succession planning program in their organization to ensure that the bankers are engaging well with the banks.With the implementation of succession planning, many bankers can have wellconceived training and development programs to ensure that they have identified and selected the qualified talents that are ready to fill the key positions.The Islamic banking sector should develop an entry point banking qualification to avoid wasteful expenses.To respond to these emerging requirements, the Malaysian Islamic banking sector requires training providers who can develop and deliver a broad range of programs that are in line with professional standards and meet the industry demands.
